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RESUMEN 
 
El reclutamiento y la selección tienen como función encontrar la 
persona indicada para el trabajo correcto. Si el proceso de reclutamiento no 
se gestiona adecuadamente, la empresa se enfrentará a diversos problemas. 
Los procesos de selección estructurados deben ser validados con diferentes 
herramientas de evaluación que conduzcan al departamento de recursos 
humanos a encontrar al mejor candidato. El propósito principal de este 
estudio fue determinar si Samper Head Hunting tiene que utilizar diferentes 
herramientas de reclutamiento y evaluación, a diferencia de una empresa 
promedio. Algunas de las herramientas utilizadas por Samper no son las 
correctas y otras herramientas, que son las adecuadas, se utilizan de forma 
incorrecta. La investigación nos llevó a determinar las herramientas más 
válidas de reclutamiento y evaluación de candidatos y su legitimidad. La 
mayor parte de las herramientas de reclutamiento y evaluación utilizadas por 
Samper Head Hunting son precisas, pero están enfatizando demasiado en el 
Assessment Center, incluso cuando éste no es el instrumento más válido. 
Además, no están considerando la posibilidad de invertir en las redes 
sociales como herramienta de reclutamiento y las pruebas de trabajo como 
una herramienta de evaluación para validar los candidatos. 
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ABSTRACT 
 
Recruiting and selection process has one function, finding the right 
person for the right job. If the recruiting process fails or it is not well managed 
the company will face many issues. Structured recruiting processes have to 
be validated with different assessment tools that will lead the HR department 
to find the best candidate. The principal purpose of this study was to 
determine if Samper Head Hunting needs to use different recruiting and 
assessment tools than an average business.  Some of the tools used by 
Samper are not the correct ones and other tools are the correct ones but are 
used incorrectly. The Investigation led us to the most valid recruiting and 
assessing tools for candidates and its legitimacy. Most of the recruiting and 
assessing tools used by Samper Head Hunting are accurate, but they are 
emphasizing too much on the Assessment Center, even doe it isn’t the most 
valid tool. In addition, they are not considering investing in social and new 
media as a recruiting tool and working sample tests as an assessment tool to 
validate candidates.  
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CHAPTER I: INTRODUCTION 
 
In every company, the recruiting and selection process has one 
function, finding the right person for the right job. If the recruiting process fails 
or is not well managed, the company will face high rotation, high costs product 
of the rotation, low productivity, and many other issues. A structured recruiting 
process has to be validated with different assessment tools that will guide the 
HR department to find the best candidate. For this analysis we will focus our 
attention in some important parameters: recruiting tools, assessment tools, 
the Ecuadorean market and perceptions, and the Executive Search Firm 
Samper Head Hunting.  
 
The recruiting and selection tools that we are going to analyze during 
this investigation will be: Personal Referrals, Job Advertisement, Executive 
Search Firms, Databases, Social and New Media. Each one of these tools will 
provide the company results, but there is the need to determinate the pros 
and cons of each. When there is a group of potential candidates found during 
the recruiting process through the different tools, it is time to validate if the 
candidates are the correct ones. We do this not only based on their resumes 
and experience, but also with the Social, Technical, and specific job skills that 
are required. There are many assessment tools used for determining if the 
candidates have the experience, the competencies, and the skills for the job. 
The assessments tools that we are going to analyze for this will be: 
Qualification Screening, Interviews, Assessment Center, Knowledge Tests, 
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General Tests, and Work Sample Test. These tools will help the HR 
Department to filter the aspirants and determine the right candidate. 
 
Samper Head Hunting is a HR Consultancy Firm, which was created in 
Ecuador in the early two thousands. Nowadays, Samper is competing locally 
with the biggest companies worldwide, such as Price Waterhouse Coopers, 
and Deloitte & Touche.  Through all these years, the company has 
accomplished high standards and a remarkable name among the rest of 
Executive Search Firms because of the excellence and effectiveness that 
Samper has shown during its existence. The core business of the company is 
the Head Hunting division, that provides the Recruiting and selections service 
for other companies. Considering that Recruiting is the core business of 
Samper Head Hunting, it is important to analyze the recruiting and 
assessment tools used for ensuring the results and the processes. 
 
The main reason to study the tools used in the company in the 
Recruiting and Assessment process is to find out if they have enough validity 
to ensure the candidates to the clients, advice them in the best way and 
consider improvements or recommendations to the actual test applied. Being 
a service company leads us to advice the client but also to give them the 
variety the need, taking in account the Ecuadorean culture and needs.  
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1. HYPOTHESIS 
 
Samper Head Hunting, an executive search firm, needs to use different 
recruiting and assessment tools than an average business.  Furthermore, 
some of the tools used by Samper are not the correct ones and other tools 
are the correct ones but are used incorrectly. 
 
2. INVESTIGATION QUESTION  
 
Which is the main function of recruiting and assessment tools in the 
operational processes of the Executive Search Firm Samper Head Hunting? 
 
3. JUSTIFICATION 
 
Being an Executive Search firm forces the company to adapt to the clients’ 
requirements. For this reason, the company needs to provide a diversified 
portfolio of test and tools for the recruiting and assessment processes by 
designing improvements for the specific needs of multinational and local 
clients. Samper Head Hunting was formed in Ecuador but it is present in other 
countries in Latin America. The principal competitors are well-established 
multinationals. All of these companies have the same access to similar 
recruiting (Job Advertisement, Personal Referrals, Social and New Media) 
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and Assessment (General Tests, Assessment Center, Qualification 
Screening) tools for ensuring their candidates. With this investigation we will 
determine the critical aspects of an Executive Search Firm specialized in 
Recruiting and Selection and create a critical focus on the tools used by the 
company. The reason for this investigation is to promote the information that 
might lead the Firm to give better advice and determine the validity of the 
tools used for the processes. 
 
Analyzing the validity of every recruiting and assessment tool used in the 
Firm and understanding the local expectations and needs of the market 
according to the reality of the country, will lead us to the possibility to add 
value to the company and determine if the tools that are used for the 
recruiting and assessment are legitimate and can add some valuable 
information for the client at the time of choosing certain candidate for a 
position.  
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CHAPTER II: BACKGROUND 
 
It is important to understand all the standards and the reality that we 
are studying to fit our investigation to it. Therefore, we will analyze three main 
points: A) The Company and its background. B) What Human Resources are, 
and specifically what is the Recruiting and Assessment Tools. C) The best 
tools used in the firm and their validity. 
 
These three aspects will show us the applicability, validity and importance 
of the tools applied to the Recruiting and Selection processes of Samper 
Head Hunting. 
 
1. THE COMPANY 
 
Samper Head Hunting was founded in Ecuador in March of 2002. This 
company has focused all its experience exclusively in recruiting and 
evaluating business leaders with remarkable trajectories. Until today, Samper 
Head Hunting has provided services over fifty-six different industries of the 
national market of Ecuador. Having demanding clients has let the company to 
expand their search over different Latin America countries, trying to locate 
these talented leaders and bringing to our country.  
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Since 2007, the company detected opportunities in other countries because of 
the globalized markets; therefore it started operations in Colombia and Peru. 
On 2012 they expanded the operations to Chile and Panama. With this 
expansion the South American continent is practically fully attended.  The 
different cities where Samper Head Hunting is located are: 
Ecuador: Quito and Guayaquil 
Colombia: Bogotá and Medellin 
Peru: Lima 
Chile: Santiago de Chile 
Panamá: Panama City 
 
 
                                       Source: Samper Head Hunting………. 
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For the investigation we are going to focus our study in the 
Headquarters in Quito. The structure of the operational team in Quito is 
conformed like this: 
 
 
 
Source: Author. 
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 The company provides different HR Solutions for their Clients. Some of 
these services are: 
 
- Head Hunting 
- Evaluations 
- Assessment Center 
- Climate 
- Position Analysis and Valuation 
 
The core business of the company is Head Hunting representing the 85% 
of the total sales in Ecuador. 
 
2. HUMAN RESOURCES 
 
Human Resources or Talent Management is understood as an 
administrative function based on fixture of Policies, Regulations and 
Lineaments. All of these will guide any company to an accurate management 
of the human capital in the different areas, trying to detect and develop the 
collaborators potentials.  
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 There are different trends that present collaborators in two opposite 
ways: Partners or Resources. The vision and comprehension of people as 
resources, determine that collaborators are tools or parts of a machinery 
called enterprise. In this case collaborators are limited by strong policies and 
regulations not allowing internal development. Their qualities and capacities 
are qualified as tools or task executors. 
 
On the other hand, there is the vision of the collaborators as partners. 
This means that people are considered organisms that interrelate in work 
groups. Everyone has a value as an independent human being, so the goals 
and objectives are aligned with every one, without forgetting the value of the 
intelligence of each collaborator for the achievement of these goals. 
 
 The main objective of Human Resources Management is to understand 
that it has to be focused on the consecution of the efficiency of the 
organization through the different means. Plus, it is crucial for Human 
Resources Management to administrate the changes without forgetting the 
internal policies while trying to create a good organizational climate.   
 
Human Resources Management Processes: 
 Personnel Admission:  
 Recruiting  
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 Selection  
 
  Personnel Application:   
  Roll Design  
  Performance Evaluation 
 
 
   Compensation: 
   Salaries and Payments 
   Benefits and Services 
 
    Development: 
    Training   
    Changes  
    Communications 
 
     Personnel well being: 
     Discipline 
     Hygiene, Health, and Life Quality 
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     Relation with Unions 
 
With this concepts we can summarize that Human Resources 
Management can be divided into five important areas: Recruiting and 
Selection, Training, Compensation, Organizational Development, and 
Evaluation.  
 
In this investigation, we are not going to study the different 
subsystems; the only one that our attention is going to be focused on will be  
recruiting and selection as a subsystem and an important branch of the 
human resources management.  
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CHAPTER III: RECRUITING AND ASSESSMENT TOOLS  
 
1. RECRUITING AND SELECTION 
 
Recruiting and Selection is the first step in the organizational human 
resources management and it is one of the principal aspects that make a 
company productive and competitive.  
 
For Susan Heathfield, recruiting is defined as the “process of finding 
candidates, reviewing applicant credentials, screening potential employees, 
and selecting employees for an organization.” (Heathfield, 2013) (Annex 1) 
On the other hand, we find the definition provided by the Business Dictionary 
of employee selection as “the process of interviewing and evaluating 
candidates for a specific job and selecting an individual for employment based 
on certain criteria.” (Business Dictionary, 2013) With these concepts we can 
understand that Recruiting is the previous and necessary step before the 
selection can begin. 
 
Defining recruiting in a simple way, it is the process of finding the 
potential candidates and that selection consists in evaluating and hiring the 
best match with the position’s needs. Chand provides an analogy, that “ (…) 
recruitment is a positive process while selection is a negative process of 
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rejecting most of the candidates, leaving only a few who are considered 
suitable.” (Chand, 2013) 
 
All the recruiting and selection processes are explained in the next diagram: 
 
Source: creately.com 
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There are several methods or tools for Recruiting. We will divide them in 
two big groups (Internal and External Recruiting) and analyze the different 
tools used in each one of these.  
 
The internal recruiting consists in evaluating the internal candidates of 
your company while trying to figure if they are able to assume new challenges 
and if they are capable to adjust to the position. On the other hand, the 
external recruiting consists in attracting potential candidates from other 
companies to fit in your job requirement. 
 
Internal recruiting has certain advantages and disadvantages. Part of 
the development process in a company is to provide opportunities to the 
workers to improve themselves through a career development plan in the 
company. If a person already works in the company, the company will already 
know how a potential candidate works. So, recruiting by internal mean, allows 
the company to improve their people and taking advantage of existing talent.  
The disadvantage of the internal recruiting is that you lose the possibility to 
refresh your team with new ideas and concepts.  
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INTERNAL RECRUITING 
Positive Aspects Negative Aspects 
1. Usually lower costs than 
external recruiting 
1. Reduced opportunity to 
add new ideas, concepts, and 
experiences 
2. Make a better use of the 
human potential of the 
organization 
2. Can be a factor to reinforce 
the routine and status quo 
3. It is a good way to motivate 
the collaborators and improve 
their capacities 
3. It can create a bureaucratic 
culture, slowing it down 
4. Make people feel 
comfortable in the 
organization 
4. Reduces the possibility to 
improve the organizational 
culture 
5. Training costs are usually 
reduced. 
5. People do not rotate or 
grow as significantly as they 
could 
6. There is the chance to 
make a better selection, 
because of the knowledge of 
the worker 
  
Source: Author. 
 
External recruiting also has advantages, such as bringing new ideas to the 
company and adding value with personnel with different backgrounds and 
experience. These aspects can add value to a company at the same time it 
includes more people with new criteria. But external recruiting also faces 
disadvantages. Hiring by external sources often increases the cost of training.   
(Sometimes it reduces the cost of training because the company is able to 
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hire the person with the exact skills needed.)  Also, there is the risk that a 
person might not be adjusted to the job, the company or the team. This risk 
can mean a significant waste of time, money and productivity in a company. 
 
EXTERNAL RECRUITING 
Positive Aspects Negative Aspects 
1. Brings new people, talents, 
and expectations to a 
company 
1. Current workers can lose 
their motivation 
2. Improves the intellectual 
resource to the company 
because it incorporates new 
skills and knowledge 
2. People lose the emotional 
boundary that joins the 
company to the worker 
because of the opportunities 
to new people 
3. The organizational culture 
can be enriched with new 
aspirations 
3. It usually represents a 
higher cost than the internal 
recruiting. It usually takes 
longer time and the company 
has to assume a portion of 
risk. 
4. Processes and knowledge 
can be added in a faster way 
4. There is a need to create 
processes and standards to 
analyze and validate the 
candidates 
5. New ideas and concepts 
will add value to the 
company, whether it be 
services of production 
5. There is a need of training 
and socialization for the new 
workers. 
Source: Author. 
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It is recommended that companies use a mixture of both sources. When a 
company is looking for people that may fit a job, it’s important to consider 
intern collaborators and other people. This might help a company to find the 
ideal employee; the company can compare the internal workers versus 
potential employees in the market and give opportunities to the people that 
might be ready to assume new challenges.  Combining both sources will allow 
the company to benefit from the benefits of both kinds of recruitment.  
 
1.1. RECRUITING TOOLS 
 
Recruiting tools may vary and can be very wide. For our analysis we 
will focus on five important sources or tools for recruiting. Analyzing each tool 
will lead us to find out the validity and utility of each in a general way. 
 
1.1.1. Employee Referrals 
 
Employee referrals are part of the recruiting process and they are often 
relatively simple and useful means of recruiting.    However employee 
referrals tend to be subjective and can make the recruiting process fail if they 
are not well managed. Dr. Ivan Minser provides six points to consider for 
making valid referrals for a recruiting process.  
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These points could be summarized in the next four points: 
- Listen for the need 
- Offer your comment 
- Share your working experience (If had one with the referral) 
- Share contact information for a meeting 
(Minster, 2011) 
 
But companies must learn how to manage this tool in a professional 
way to make it objective and useful.  
 
An employee referral is the first step to find a suitable candidate for the 
position search in the market, but it is not the best way to determine if a 
referred candidate is the best one for the position. 
 
Even when referrals are a good way to find a suitable candidate, this 
tool is too subjective and must be validated through assessment tools. 
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1.1.2. Job Advertisement 
 
This external recruiting tool has a wide range to communicate to the 
market the needs of a company. Job advertisement consists in publishing the 
vacancies of a company in different ways. Advertisements could be published 
in newspapers, social networks, flyers, boards, Internet, etc.  
 
Job advertisements try to reach the most quantity of potential 
candidates. The nature of this tool allows candidates to apply even if their 
profiles do not fit the requirements. This represents a problem when recruiters 
need to filter the applications and find the best candidates.  Therefore the 
database will be extended and will need specialized people to research over 
the information and filter the right candidates according to the requirements.  
 
Offering information about the vacancy and the company may make 
the opportunities published in the job posting attractive and credible 
(Kyriakidou, page 9). Having more applicants is a clear example that the tool 
is accomplishing its objective. With a lower investment, the company can 
reach a major part of the potential candidate market because of the massive 
distribution of the offers and postings. For some vacancies, using job 
advertisements will be the best recruiting tool because of the target 
candidates. When companies need operative positions, they usually tend to 
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use job advertisements to find potential candidates that will be interested in a 
new job and will apply by their own ways.  
 
1.1.3. Executive Search Firms  
 
Looking for the ideal candidate is not that easy. The market is wide and 
there are many people in it. It is useful for companies to have a database of 
potential candidates. But if there is no database, there are companies that 
may outsource or provide that service to a company. Executive Search Firms 
for example, have as their main function to find potential workers in the 
market and evaluate them according to the profile required. This service can 
help companies cover a wider portion of the market, and will let them focus in 
the selection process of the final candidates. 
 
ESBEES Consulting defines headhunting as “[…] a discrete and simple 
recruitment method that does not demand much of your time as a client. In 
addition, headhunting saves you from ill-timed applications […]. Headhunting 
is an effective recruitment method […]”   (ESBEES, 2014) Head hunters 
provide an external service for recruiting. This tool can provide many benefits 
for effective recruiting. First of all, finding active people in the market reduces 
the risk of hiring someone whose performance is unknown. Analyzing the 
market would take too much time for a company, and finding the perfect 
candidate according to the market reality would be hard to determinate. 
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Executive Search Firms provide market analysis and real statistics for finding 
the right choice for a vacancy.  In addition to these, headhunters can offer an 
objective view and evaluations of the candidates as an external service for a 
company, providing the best candidates. 
 
Finding people that are actually occupying certain positions represent a 
high cost for companies that desire to hire the services of an Executive 
Search Firm. This is the biggest limitation when organizations need to hire 
people and do not affect their operational budget.   
 
1.1.4. Databases 
 
Databases provide a pile of information from different candidates. 
These tools have the main objective of providing a huge base of contacts and 
profiles of people that may fit the required profile of the recruiter. The concept 
tries to cover all the market and the different candidates. There are many 
databases all around the world that compile information of all kinds of people 
that are looking for a job or that some day they were looking for it. This tool is 
an external source for recruiting that spreads the frontiers of recruiting, 
providing a practically endless sea of candidates for all the possible recruiting 
profiles needed. 
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On the other hand, databases may have some problems that could 
represent a difficulty for the recruiters. Databases can experiment update 
failures that may represent time loss for the recruiter and non-accurate 
information of the candidates. Another important point to consider about 
databases is the information filling. Because people have the liberty to 
complete their profiles in these massive portals, the information may not be 
always accurate or real.   
 
1.1.5. Social and New Media 
 
Professional networks are beginning their growth in our culture. These 
web sites are oriented for professionals that may share their achievements 
and their trajectories. For this example we are going to analyze the most 
famous professional social network: LinkedIn. 
 
This web site is committed to share professional profiles and providing 
an easy communication between them. The average age of the professional 
social networkers is near forty years old. (Annex 2) Being an older audience 
oriented web site, it has to be easy to understand and easy to manipulate in 
the shortest time possible. 
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Another new media used nowadays are the different applications for 
mobile devices, smartphones and tablets. Tribe HR highlights the importance 
of smartphones in our society because “smart phones access to countless 
applications and virtually any web page. Job candidates all over the world are 
glued to their phones.” (Tribe HR, 2013) This growing trend of being online all 
the time and publishing professional careers while interacting with others 
provides lots of information to others and opens a door for recruiters to 
improve and innovate this tool and make their job easier.  
 
Considering the numerous connections that everyone has in social 
networks, there is the risk of spreading information among the networks. This 
may turn into a “personal referral” subjective issue if the information is not well 
managed and delivered to the right candidates. Browsing through the Internet 
may represent a potential problem if candidates or companies don’t classify 
the jobs in the correct way.  
 
Social networking and new media can add value and cover wider 
spaces and percentages of the working market. At the same time, it needs to 
be well managed and structured to not fall into the same mistakes and 
potential troubles of the other tools like subjective referrals, useless 
applications, false profiles, etc.  
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RECRUITING TOOLS 
 Positive Aspects Negative Aspects 
Personal Referrals 
Most of times you can trust 
in this kind of referrals. 
They can be subjective 
referrals by personal criteria 
not necessarily valid for a 
recruiting process. 
Job Advertisement 
Massive distribution and 
coverage. 
Many applications could be 
useless and may not fit the 
required profiles. 
Executive Search 
Firms 
Specific talent acquisition 
in shorter periods of time 
with guaranteed results. 
High cost for the services. 
Databases 
Large amount of profiles 
available for the recruiter 
Not accurate information, 
useless applications. 
Social and New 
Media 
Massive distribution, wider 
coverage, immediate 
information and contact. 
If it is not well managed 
could be filled with useless 
applications, and subjective 
referrals. 
  Source: Author 
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2. ASSESSING CANDIDATES 
 
The selection process starts from the initial research provided by the 
recruitment process. With this information, the selection process proceeds to 
exclude all the candidates through different tests and other assessment tools. 
 
Source: EQUELLA                      . 
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The first step in the selection process is to have a preliminary interview to 
validate certain aspects of the profile to proceed in the selection process. 
After this, there might be a series of skills and knowledge testing. This is a 
good filter to validate the technical skillsafter the validation of the hard profile. 
The results of the skills and knowledge tests can exclude a candidate if he or 
she does not fulfill the requirements for the position. 
 
If the candidate approves the testing, there will be an extended interview 
where the competencies are going to be evaluated over the hard profile. If 
candidates have the required competencies for a job, then we have to move 
to the next step of the process: Background and References Checking. At this 
point, it is important to have an objective view of the answers and referrals 
taken for each candidate. If a candidate has bad referrals or background, he 
or she could be disqualified.  
 
2.1. ASSESSMENT TOOLS 
 
During the selection process, there might be several tests to evaluate 
skills and experience according to the position. The time of this process may 
vary depending on the complexity of the requirements and the tests or assess 
for finding the right candidate.  
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If the candidates have passed all of these steps, the company has a 
group of finalists. It is recommended to create a short listing to compare all 
the candidates before the company chooses the appropriate candidate. Once 
the selected candidate is hired, the process concludes and the candidate 
starts the induction process. 
 
2.1.1. Qualification Screens 
 
Every position has certain aspects or requirements for the proper 
performance of the tasks. Qualification Screens is a list of knowledge, 
technical skills and experience, among others. The filter provided by this 
Qualification Screens lets the recruiter to determine if a candidate 
accomplishes the minimum requirements for the position or if not. 
Qualification Screens or Points assigned to training and experience (Cascio, 
2010) has a validity number of 0.10 being one of the lowest grades of this 
scale (Annex 3) 
 
Asking a candidate for their qualifications has a considerable risk and 
is not the most valid assessment tool. People tend to lie when they want to 
achieve something; therefore qualifying themselves when they are asked 
could give the recruiter false criteria of the candidate. If we could assume that 
people will be sincere, this tool could save a lot of time during the recruiting 
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process. Even if a candidate is honest and tells the recruiter his qualifications, 
this tool does not provide a real quantification of the candidate. 
 
2.1.2. Interviews 
 
This tool could represent a valid instrument or not, depending on the 
focus given by the interviewer, and most importantly, by the type of interview. 
There are three types of interviews: Unstructured Interviews, Semi-structured 
Interviews, and Structured Interviews. Between these three types, there are 
some with higher validity than others. The most valid Interviews are the 
Structured Interviews, then the Semi structured Interviews and the least valid 
are the Unstructured Interviews. 
 
The Unstructured Interviews consist in establishing a good rapport with 
the interviewee and from that moment forward, start a conversation. During 
the process, the interviewer will take some notes and will go deeper in the 
aspects that he or she considers necessary. Running an unstructured 
interview can be simple; the result will be useful if the interviewer wants to 
investigate some specific point of only one candidate. If there are many 
candidates evaluated through an unstructured interview, the data could differ 
and it might not be the same questions, so the candidates will not be 
evaluated the same way. For these reasons, these kinds of interviews are the 
least valid, having a coefficient of 0.38 (Cascio,2010) 
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Semi structured Interviews have the objective of understanding the 
opinion of people in specific situations. Differing from Unstructured interviews, 
the Semi-structured interviews have one basis questionnaire for all the 
candidates and then add more questions if the interviewer considers it 
necessary. These interviews’ positive aspects are the good rapport generated 
with the interviewee and, therefore the open environment to search for the 
needed information. On the other hand, running Semi structured Interviews 
will make it hard to compare candidates if their answers were different. 
(Annex 4) These reasons make Semi structured Interviews not totally valid in 
comparison to Structured Interviews. 
 
Structured Interviews are the most valid from these three. The validity 
for these interviews is 0.51 being one of the most valid tools (Cascio, 2010). It 
consists in using the same scheme for all the candidates. Same questions for 
everyone with a clear structure used exactly the same way for all. Having the 
same basis for all the candidates lets the recruiter to compare criteria and 
notes taken from all the candidates. If the interview is standardized, the 
parameters will keep equal to every interviewee and it will remain objective. 
The interviews can be situational or behavioral. Situational interviews present 
the same question to all candidates and ask for the solution that people could 
provide to a specific situation. Behavioral interviews present the same 
question to all candidates, asking for the solution that they provided to that 
particular situation. When the recruiter has exactly the same questions for 
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every candidate, it is the most objective way to determine the better candidate 
from the group. 
 
2.1.3. Assessment Center 
 
The Assessment Center consists in looking and analyzing the reactions 
and attitudes of the candidates. To be more specific, the tool shows the 
competencies of the candidates in action. This way, the recruiter can observe 
how the soft skills are blended in a natural way, under a controlled 
environment and situations. It is important to consider that the first 
disadvantage of an Assessment Center is its high cost because of the number 
or candidates, evaluators, logistics and materials needed for this. Assessment 
Centers have a validity number of 0.37 (Cascio, 2010) 
 
There are different techniques or exercises to evaluate the candidates. 
Human Smart provides us different techniques for the evaluations. We will 
focus on our attention to the five more common activities during an 
Assessment Center. 
 
 
 
 
Recruiting and Assessment Functions in Samper Head Hunting                                          40 
 
a. Presentations: 
 
When a person has to introduce himself, he has to face others and be as 
accurate, concrete, clear, and realistic as possible. During the presentation, 
the evaluator can determine many personal aspects and competencies of the 
candidate, for example organization, communication skills and creativity, 
among others. This exercise is usually the first one in an Assessment Center, 
because it helps the candidate to break the ice and feel confident for the next 
steps. 
 
b. Study Cases: 
 
Another useful exercise to reinforce the Assessment Center tool is the 
Study Cases. For this exercises the candidate has to evaluate some real case 
or situation and find the missing data, organize the plans or offer a solution for 
a problem. During this exercises, you can figure different competencies 
depending on the case situation.  
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c. In Basket: 
 
This exercise consists in delivering the candidate a basket full of papers 
that simulate real situations and administrative procedures of the position. 
With this exercise the recruiter can determine concrete competencies like 
working under pressure, organization and planning and time management. 
This activity has a limited time and forces the candidate to determine which 
papers were urgent, which are important and which his own responsibilities 
are. There were some papers that needed to be attended by him and some 
others that could be delegated to other colleague.   
 
d. Group Exercises: 
 
Group exercises consist in sharing situational examples or real situations 
that demand a general agreement to take a decision. During these exercises 
the candidates has to gather, discuss and find a common answer for the case. 
This dynamic will lead the recruiter to detect leader and social skills and team 
work in each candidate assessed.  
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e. Technical Exercises: 
 
For some positions, there are certain technical skills that are required to 
achieve the objectives. For this reason, technical exercises show the 
analytical capacity and real experience capacity of the candidates. These 
exercises are based on in technical skills that were acquired during the past 
years with their experience. If the candidates have the experience and 
technical skills, they will be able to solve these exercises easily.  
 
2.1.4. Knowledge Tests 
 
Knowledge and skill test are focused in a specific subject of interest for 
a position. These tests have no mistake margin, therefore they are totally 
reliable to find specific knowledge or skills. For example, an accounting test 
will need one correct answer and will be easily graded by the technicians of 
the company. If we consider this as the only requirement for a position, this is 
totally valid, but in real situations the knowledge and skills are only one part of 
the profile required. It needs to be complemented with certain competencies 
that will lead to success by a candidate, but these tests do not measure them. 
Validity of these tests is considerably high (0.48) because of the specificity of 
the test and low percentage of error. (Cascio, 2010) 
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2.1.5. General Tests 
 
General mental ability tests are helpful to determine certain capacities or 
attitudes of a candidate. These tests are one of the most valid tools in the 
scale, with 0.51 points (Cascio, 2010). There are many tests that measure 
different things. For our analysis we will focus on Personality tests, Emotional 
Intelligence tests, and IQ. 
 
a. Personality Tests: 
 
Personality tests measure basic aspects of the candidates, such as 
temperament, attitude and motivation. These aspects are useful to generate a 
quick overview of a candidate in personal ways. Using personality test will 
only provide information that might be accurate in certain social conditions 
and stimulus. When you have to analyze different criteria to validate a 
candidate, personality tests are neither the most accurate nor valid because 
of the focus given by the nature of the test. If a company decides to use a 
personality test, the most used is the Mayer’s Briggs Type Indicator (MBTI). 
This personality assessment tool classifies people into one of the 16 
personality types defined by it (MBAskool). Personality tests will be variable 
depending on the situation, environment and even the time; therefore, these 
tests will project an idea of the person that might not be the most accurate to 
the reality. 
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b. Emotional Intelligence Tests: 
 
The Emotional Intelligence (EI) is the ability to understand your emotions 
and apply it to your environment without affecting in a negative way the rest of 
people that surrounds you (Goleman). To analyze this, there are tests that 
can determine the ability and the key points of the Emotional Intelligence of 
some one. These tests will provide substantial information about candidates 
because of the nature of this intelligence and the impact in the environment. 
The test will show five dimensions and the development grade of each 
according to the candidate; these dimensions are: Self-Awareness, Self-
Regulation, Motivation, Empathy and Social Skills.  
 
c. IQ Tests: 
 
The Intellectual Coefficient (IQ) measures the ability that people have to 
apply all the previously learned information in different situations (UNC). 
Therefore IQ Tests measures the intelligence or ability that people have to 
analyze and answer to determinate questions. There are three aspects 
measured in this test: Numerical, Verbal and Logical Intelligence. With this 
test you can determine the capacity and conjunction between knowledge and 
applicability. This test is valid per se, but as an assessment tool it provides 
information about the learning ability of a person. 
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2.1.6. Work Sample Test 
 
Work Sample tests consist in a try out for a position. This tool is the 
most valid from all the analyzed because the recruiter can confirm by daily 
work if a person has the competencies, expertise, intelligence and social skills 
to fulfill the vacancy. There is no need to apply tests, fill requirements or 
evaluate a candidate because, when someone knows how to do something, 
he will perform the task the best way with no further indications. The only 
considerable issue of this test is the cost of it because the company has to 
risk time and money to try people to find out if they fit in the right way. This 
test has the highest number of the scale (0.54) (Cascio, 2010). 
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ASSESSMENT TOOLS 
 Positive Aspects Negative Aspects 
Qualification 
Screening 
Quick filter of candidates 
by the minimum 
requirements. 
Not necessarily real 
information given by 
candidates. 
Lowest Validity (0.10) 
Interviews 
If it is a structured 
interview, it will provide 
real information about hard 
and soft skills from each 
candidate the same way. 
High Validity: Structured 
Interviews (0.51) 
If the interviews are not 
structured, there will be a 
loss of information and it 
will not be standardized. 
Lower Validity: 
Unstructured Interviews 
(0.38) 
Assessment Center 
Appreciate the 
competencies in action 
between the candidates. 
High costs. 
Lower Validity (0.37) 
Knowledge Tests 
Specific testing for areas 
with no margin of error in 
the answers. 
Higher Validity (0.48) 
It cannot evaluate soft skills 
or competencies.  
General Tests 
Applying the correct ones 
can predict or show real 
aspects of the candidate 
that might be sharply 
hidden in the interviews. 
Higher Validity (0.51) 
There can be tests that will 
not provide any valuable 
information about a 
candidate like the 
personality test. 
Work Sample Test 
Recruiter can measure real 
performance in the position 
required by the candidate. 
Highest Validity (0.54) 
High costsand long time 
until the candidate can fit in 
the position to appreciate 
the real performance 
capacity. 
  Source: Author 
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CHAPTER IV: RECRUITING AND ASSESSMENT TOOLS USED IN 
SAMPER HEAD HUNTING 
 
Once we have analyzed the recruiting and assessment tools and their 
validity. It is time to focus on the local market were the Executive Search Firm 
Samper Head Hunting operates. The Recruiting and Assessment tools may 
vary according to the culture, clients and processes. To understand it wider, 
we will match every aspect studied generally and face it according to the 
reality that the company has to face, taking into account the different aspects 
of the market.  
 
1. Recruiting Tools used by Samper Head Hunting 
 
The basic concepts will remain during this new approach, but the 
applicability and results may change according to the environmental trends 
and culture. We will focus on the next Recruiting Tools used by the firm: Job 
Advertisements, Personal Referrals and Social and New Media. 
 
1.1. Job Advertisements 
 
In the Ecuadorian culture, Job Advertisements have a clearly defined 
market. First, it is important to divide the market into the two main 
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employment sources: Private and Public entities. From this division we have 
to make another segmentation of our relevant market: operatives and 
executives. With these divisions, we will understand the target of job 
advertisement and the importance of the distribution of it. 
 
In our first case, the Public sector will have standard salary rates that 
will range under USD 1.500 per month. Therefore, the best ways to announce 
their vacancies are through the newspaper and public databases. The job 
advertisement will ask for specific requirements to fulfill hard profile and will 
provide points in the candidate’s application. Public sector also tends to make 
job advertisements for the higher positions as coordinators, managers and 
directors. This strategy tries to attack the entire market and grab the attention 
of every citizen. 
 
Private sector works in a very different way. Job advertisements will 
have other target and will vary depending of the position, the industry, salary 
and company. The most common job advertisement is the public database or 
job search engines like multitrabajos.com, porfinempleo.com, kmeyo.com, 
among others. The publications in these web pages will represent low cost 
and a massive distribution. The majority of users of these sites are lower and 
medium positions, therefore the job advertisement will be generally focused 
on medium range positions and a salary range under USD 2.500 per month. 
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For the lowest positions of the private sector, the best strategy is to 
post job advertisements in newspapers and public government job agencies. 
The opposite situation happens with the higher positions. When a company 
needs to fill a vacancy of higher levels, job advertisement isn’t always the best 
choice. As a matter of fact, job advertisements for strategic and managerial 
positions are posted in headhunters’ web pages and, as the last resource, in 
the newspapers. This job posting has to be careful of not revealing the 
company’s name and being totally confidential. 
 
Samper Head Hunting has certain policies of confidentiality with the 
client and with the candidates; therefore job advertisements will be made with 
little information and won’t contain the client’s name or Samper’s. These job 
advertisements will represent an extra fee over the charge for the client. 
Usually Samper does not use this kind of Job Advertisement because the 
targets that the client usually aims are higher positions that rarely seek this 
kind of postings. When is needed, Samper has a memberships in 
multitrabajos.com, Kmeyo.com, and computrabajos.com to spread the 
advertisements. This strategy is useful when the position requirements are 
aimed for the medium and lower positions.  
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1.2. Employee Referrals 
 
It is important to understand the importance of relations in our culture, 
therefore the importance of personal referrals. Every company wants to hire 
socially involved people with contacts and well related with influent people. 
Families and connections heavily influence our culture. Businesses can grow 
unexpectedly because of the relations of people, not necessarily for the 
company or products. 
 
In these cases, the company has to find those candidates that fulfill all 
the social requirements. Trying to find this people can be harder than what 
most people could expect. Even though they are public figures, not every one 
really knows those persons. For those cases, Personal Referrals could be the 
difference between the success and failure. 
 
For a regular recruiting process, where the client requires certain 
characteristics and experience, personal referrals are another source for it. 
The principal advantage of Executive Search Firms and personal referrals is 
that hunters will be objective if the client refers a person for a certain position. 
There is still a margin of risk in being subjective when someone is referred for 
a position. That is the part that cannot be fully controlled during a recruiting 
process if it is not well-managed and supported with assessment tools.  
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Another important aspect of personal referrals for Executive Search 
Firms is the possibility to know more people that could certify those referrals. 
This can be a two-edged sword if it is not well managed. Having personal 
referrals makes the processes easier, but at the same time, it might give a 
biased opinion of the candidates depending on the referrals source.     
 
1.3. Social and New Media 
 
The number of active lines in Ecuador exceeds the number of 
inhabitants of the country. This statistics shows us that for every Ecuadorian 
there are 1,11 active cell phone lines. This represents the importance of the 
communication in our society.  The next chart is based on the data provided 
by the Telecommunications Superintendence (SUPERTEL), in which we can 
see the market composition and the number of users. 
 
Summary for September 2013 
CONECEL S.A. OTECEL S.A. CNT EP. TOTAL 
11’886.803 5’096.066 495.749 17’478.618 
Source: Author 
 
Smart phones arrived to Ecuador in 2005, providing Wi-Fi services and 
mail service for the devices. In 2007, the customers’ views changed when 
they started to think of the devices not only for their functionality but also for 
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the design. With this, the market experienced a breakthrough and faced new 
consumers’ demands. 
 
The estimated total of Internet users in Ecuador is over ten million; 
more than 65% of Ecuadorians have Internet access and use it regularly 
(Annex 5). Considering these facts, the information and communication 
technologies are growing their coverage in the market, connecting more 
people. 
 
Data provided by National Statistics and Census Institute (INEC) 
reveals that the growth and penetration of Information and Communication 
Technologies has increased in the last years. In 2010, high-speed Internet 
users increased five times from their initial volume in 2009, from 450.000 
users to 2.45 million users. (Annex 6) INEC also determines that the Internet 
use and cell phones can stratify society. Under these parameters, the society 
can be divided into two groups, Poor People and Not Poor People. In this 
statistic analysis we can realize that the objective market has an important 
usage of Internet and cell phones, both with important and continuous 
growing the last three years. (Annex 7) 
 
It is important to compare similar markets such as Venezuela, 
Colombia and Chile. They are spending approximately seven hours per month 
checking social networks (Annex 8). All the trends are pointing the horizon to 
a digital community, where the key is the social networks. Social networking is 
shrinking distances and opening opportunities to everyone.  
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Professional networks began their growth in our culture. These web 
sites are oriented for professionals that may share their achievements and 
their trajectories. For this example, we are going to analyze the most famous 
professional social network: LinkedIn. This web site is committed to share 
professional profiles and provide an easy communication between them. The 
average age of the professional social networkers is forty years old. (Annex 2)  
 
2. Assessment Tools used by Samper Head Hunting 
 
Being conscious of the importance of the Assessment Tools for a 
complete and guaranteed selection process, we will analyze the three most 
important tools used by Samper Head Hunting. With these tools the company 
pretends to filter the candidates and find the right candidate for each client. 
For our analysis we will focus on the Qualification Screens, General Tests and 
Assessment Center. 
 
2.1. Qualification Screens 
 
Qualification screens help the process to filter every candidate in a 
quick way and determine if he fulfills the minimum requirements. Samper 
Head Hunting uses the Qualification Screens based on the client’s 
requirements detailed on the general profile or job description (Annex 9).   
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Consultants have to take the profile following internal procedures that 
will assure the correct information and requirements for every position. Based 
on the taken profile, each consultant will create a list with specific criteria to 
filter the candidates and share it with their team to start the filtering the 
candidates. Every candidate must be filtered by these qualification screens 
designed for the position. After a candidate is compared to the qualification 
screen, he receives a status into the process according to the requirements. 
 
Status Requirements 
Evaluate 100% 
Option 80% 
Potential 70% or remarkable items 
No Salary Exceeds the salary range 
No Experience 
Does not have enough experience for the 
position 
No Language  Does not complete the minimum required 
Not the profile Two or more requirements not covered 
No City Not interested in relocating  
No Age Out of age range 
Not Interested Not interested in participating 
 Source: Author 
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2.2. General Tests 
 
To assess candidates, Samper Head Hunting uses three main tests. 
These tests are:  Perfil Pro (Personality Test), InteligenciaEmocional-R 
(Emotional Intelligence Test), and Perfil Manager (Leadership Skills). All of 
these tests are administrated though the Internet to the candidates so they 
can take the tests whenever they want to. To understand the impact of each 
test, we have to go deeper in each one of them. 
 
2.2.1. Perfil Pro 
 
This test assesses the candidate's main features, preferences and 
personality style in relation to the working environment. The answers and 
result attributes are positioned from 12dimensions or factors, which reveal the 
strengths and weaknesses of each candidate compared to a reference group. 
 
This is a personality test that is applied to recent graduates and middle-
ranking positions. Because of being a personality test, the results may vary 
depending on the environment, time of the day that is applied, and any other 
external condition that may affect the environment of the candidates. 
According to Cronbach’s Alpha, the validity is given in every dimension 
evaluated in the test. Therefore, the average validity of the entire test is 0.63. 
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As part of the report of every test, the program generates the graphics 
of the dimensions and the opposites. In addition, there is a summary chart 
where the evaluator can easily point the key aspects of the candidate. 
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Source: Central Test 
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PERFIL PRO 
Element Description 
Definition Analyze personality and professional profile 
Target Recent graduate and middle-ranking positions 
Time 12 – 15 minutes 
Questions 98 questions with two options for answer 
Time Control No 
Configure according 
to position 
Available 
Dimensions 
6 personality and professional behavior 
6 motivational aspirations and interests 
 Source: Author 
 
2.2.2. Inteligencia Emocional-R 
 
The Emotional Intelligence Test is a tool used to measure the 
emotional intelligence of the candidates; this is the ability to perceive, 
understand and manage their own feelings and those of the others. The test is 
designed to effectively meet the needs of the recruitment process. According 
to Cronbach’s Alpha, the validity is given in every dimension evaluated in the 
test. Therefore the average validity of the entire test is 0.58 
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This test can be applied to any candidate or profile because of the 
utility and nature of the test. The four dimensions evaluated in this testcan 
help detect emotional intelligence levels helping to understand and create a 
mental map of the assessed candidate. Emotional Intelligence tests provide 
good information to project candidates and their competencies. The test is 
summarized in a graphic where all the twelve dimensions are punctuated for 
an easier interpretation. 
 
 
Source: Central Test 
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INTELIGENCIA EMOCIONAL-R 
Element Description 
Definition 
Evaluate Emotional Coefficient: perceiving, 
understanding, and managing own emotions and the 
others 
Target All position 
Time 15 minutes 
Questions 79 questions 
Time Control No 
Configure according 
to position 
No 
Dimensions 
Interpersonal Intelligence 
Self-Awareness 
Personal Development 
Leadership 
 Source: Author 
 
2.2.3. Profile Manager 
 
The Profile Manager Test assesses leadership and the management 
style of each person according to seven dichotomous dimensions; this means 
that every dimension has opposite characteristics that determine the 
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leadership’s skills of every person. According to Cronbach’s Alpha, the validity 
of the entire test is 0.37  
 
These seven dimensions are: 
 
- Expert vs. Global Approach 
- Pragmatism vs. Ideas and Concepts 
- Spontaneity vs. Reflection  
- Discretion vs. Valuation  
- Delegation vs. Intervention 
- Productivity vs. Social Awareness 
- Conservative vs. Innovation 
 
According to these dimensions, each person will have specific 
outstanding features that will be compared to six managerial models. These 
models are: 
 
- Chief-Leader - Motivator 
- Strategist - Project Manager 
- Entrepreneur - Manager and Expert 
 
Test’s results are summarized in two graphics that represent the seven 
dimensions with their dichotomous opposites, plus a detailed chart with the 
explanation of every dimension. 
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Source: Central Test 
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PERFIL MANAGER 
Element Description 
Definition 
Aptitude and business management styles 
(Leadership)  
Target Executives, Directors and Team Leaders 
Time 10 minutes 
Questions 49 questions 
Time Control No 
Configure according 
to position 
Yes 
Dimensions 7 aspects with their opposites 
 Source: Author 
 
2.3. Assessment Center 
 
Assessment Center is sold separately from a recruiting and selection 
process. Samper Head Hunting offers individual and group assessments as 
an Assessment tool for recruiting or evaluating candidates. Assessing 
candidates has an individual cost of USD 500 and it is recommended to 
evaluate at least four or five candidates given the nature of the Assessment 
Center (being able to appreciate in action the competencies of the 
candidates). There is a general schedule for Assessment Centers which 
consists in three basic steps: introduction, exercises, and closure. 
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2.3.1. Introduction 
 
This is the first step in an Assessment Center. At this point, the 
moderator has to make an introduction of the Assessment to all the 
candidates, explain the basic dynamics and the purpose of evaluating all the 
candidates in the group and the schedule for the activities that are going to be 
done during this process. Candidates will have the opportunity to make any 
question and appreciations of the evaluation process. 
 
2.3.2. Exercises 
 
For a common Assessment Center, there will be four dynamics or 
exercises to evaluate the candidates. The exercises will be: a personal 
introduction, a group study case, an individual technical case and in basket 
exercise. Each candidate will have two evaluators, one from the company that 
is hiring and one from Samper. This way, the criteria can be shared and won’t 
be partial. 
 
The individual introduction consists in making a personal presentation 
of each candidate. In their presentations they must cover their professional 
and personal aspects, strengths, and weaknesses in creative ways (drawings, 
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collages, paintings, among others). For this activity they have fifteen minutes 
to fix their presentation and ten minutes to explain their work. 
 
The group study case presents a situation to all the candidates with not 
completed information. They will have time to read the cases on their own and 
then share with the rest of the group their opinions. Part of the exercise is to 
pretend they have to agree about that situation and give some solution to the 
problem. They will have to discuss their points of view and get to an 
agreement with valid arguments. For this exercise, the candidates will have 
one hour to read, analyze and discuss the case. After that time, someone will 
be responsible for explaining their resolution to the committee. 
 
For the technical case, the client will provide the information. In this 
exercise the client will deliver a real situation related to the position that the 
candidates are applying to. They handle the entire information for their study. 
This exercise is individual and the candidates don’t have contact with the rest 
of the group. If the technical case requires specific concepts and skills, the HR 
consultants will appreciate the communication skills and organization and 
planning competencies during the exercise and intervention. For this exercise 
the candidate will have 30 minutes to analyze the data and 30 minute to 
expose their solution. 
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The last exercise is called the “paper’s basket” (In Basket exercise). 
This exercise is not always considered during an Assessment. It can be 
considered if there is no technical case or study case, because of the time 
needed for it. This exercise has to be individually solved to accomplish its 
objective. For the basket exercise, the candidate receives (physically) a 
basket full of papers and the instructions written by their boss. They will have 
to read, organize and propose solutions and actions to solve every issue 
described in these papers. The candidates have one hour to read and 
organize their strategies and then the moderator will ask certain standard 
questions to every candidate to compare their managing abilities and their 
organization sense.  
 
2.3.3. Closure 
 
The closure for an Assessment consists in thanking the candidates for 
their participation and their effort. In this point people have the opportunity to 
feedback the evaluators about the process and clearing their concerns. After 
this stage the candidates will leave and the consultants will share criteria with 
the client before they start fixing the result report. 
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CHAPTER V: CONCLUSIONS AND RECOMMENDATIONS 
 
1. CONCLUSIONS  
 
With this investigation we can understand deeply the main function of 
the recruiting and assessment tools in the operational processes of Samper 
Head Hunting. Recruiting process needs the assessment process to validate 
the candidates. The final function of these tools in the internal process of 
Samper Head Hunting is to assure the capability of the candidates presented 
to a client. 
 
During this process we described the generally used tools in similar 
countries and their validity. Having this information lets us compare the 
internal tools used in the Executive Search Firm and determinate their validity 
according to the local market. There is different recruiting and assessment 
tools but not all are applied and some cannot be applied. 
 
The investigation showed that the best way to predict job performance 
with an assessment tool is with a Work Sample Test. Samper Head Hunting 
cannot apply this kind of test because the job is not going to be performed in 
the Executive Search Firm. The only one that can measure the candidate’s 
job performance with the daily tasks is the company that is paying Samper 
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Head Hunting for the Recruiting and Selection service. Companies do not 
consider the option of taking this kind of tests because of the high costs of it. 
 
The main recruiting tools used by Samper Head Hunting are job 
advertisement, employee referrals and social and new media. The most 
commonly used tool is employee referrals, which might not be the most 
accurate according to the needs. On the other hand, the actual trends shows 
us that the best recruiting tool is social and new media because of the high 
reaching possibility with immediate results and low costs. 
 
We have found that technology is the best tool to work with. 
Recruitment area can support their operation with them. Social and new 
media gives the possibility to find people in shorter periods of time. Also, this 
tool can add job advertisement as an internal option of social and new media. 
Merging these tools represents a higher effectiveness in recruitment because 
of the market coverage given by these social and new media tools. 
 
The importance of employee referrals during a recruiting process in 
Samper Head Hunting makes the process easier. This tool can provide good 
candidates but if it is not well used, it can turn into a subjective issue during 
the process. It is important to understand the cultural issues that may 
represent the employee referrals, understanding that usually locals refer 
people they know that are not necessarilythe most qualified candidates. For 
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that reason, the assessment tools need to be accurate to reduce the chances 
of hiring a not qualified candidate. 
 
The most common Assessment Tools used in Samper Head Hunting 
are Structured Interviews, Qualification Screens, General Mental Tests and 
Assessment Center. The first filters for the internal process are the 
Qualification screens; general mental tests are applied to the final candidates 
and the assessment center is used only if the client requires it. Structured 
interviews have the highest validity value according to the investigation. 
Standardizing interviews and making them completely structured reduce risk 
during the process. Samper uses the structured interviews as one of the basic 
tools for the processes. 
 
During the investigation we realized that Qualification screens are one 
of the worst assessment tools to determine potential candidates. These 
qualifications have the lowest validity value according to the investigation. 
Samper Head Hunting uses these Qualifications Screens to determine if 
candidates fill the requirements. Using method as an assessment tool 
increases the possibility to fail during a selection process. 
 
General mental tests have an intermediate validity from all the other 
tools analyzed. Applying general metal tests to final candidates reduces the 
possibility of hiring the wrong person. On the other hand, not applying these 
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tests to all of the preselected candidates reduces the possibility to find better 
candidates with higher potential.  
 
The assessment center is considered a different service by the 
company in the process. Therefore, clients usually don’t ask for this tool 
because of the high price. In addition, during the investigation we realized that 
assessment centers are interesting ways to appreciate the performance of 
certain competencies, but they don’t have a higher validity compared to other 
tools.   
 
2. Recommendations  
 
Recruiting is pointing forward with new trends and technologies. 
Companies have to invest in this kind of tools that will provide better 
information, wider coverage and better results. The company should provide 
the tools for certain Internet applications to workers to achieve their goals.  
 
- LinkedIn accounts: every consultant has a limited account and the 
company doesn’t provide the accessibility for a premium account to 
reach more candidates. Considering the importance of social and new 
media, the operation is forced to a limited account, decreasing the 
opportunities to succeed in that aspect. Studies from similar countries 
show the importance of these tools and investing on them. 
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- Smartphones: part of these new trends shows the importance of 
smartphones in our society. The company should provide mobile 
technology for consultants to keep connected with the clients and 
respond immediately to their needs. 
 
Samper Head Hunting considers that Assessment Centers are the best 
way to predict job performance and the company tries to give this tool as part 
of the process. Studying the validity of it shows the importance of a good 
situational structured interview and general mental tests (except personality 
tests). Reducing assessment centers and applying tests to all candidates will 
reduce the risk of hiring wrong people. It is important to consider that some 
candidates may not show their real capacities or competencies the way others 
do. That is the main reason why General mental test should be applied to all 
candidates. 
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ANNEX 1 
 
Recruitment Methods 
The most common and effective recruitment strategies include: 
 Obtaining referrals from current employees. 
 Participating in online social networking at sites such as LinkedIn, 
Twitter and Facebook. 
 Tapping into the online and off-line social networks of current 
employees. 
 Offering an effective, informational and exciting corporate recruiting 
website. 
 Participating in in-person networking at community and professional 
events. 
 Attending an exhibit at job and career fairs at colleges and universities 
and community and organization-sponsored events. 
 Posting job openings on job boards. 
 Advertising job openings in newspapers and their associated websites. 
 Sponsoring scholarships, activities, class projects and events at local 
colleges and universities. 
 Hiring for the services of a recruitment firm or headhunter. 
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 Searching and using other employer-employee matching methods at a 
variety of job boards. (Options are changing quickly and every job 
search site has its specialty methods, some more effective than 
others.) 
Source: Susan Heathfield 
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ANNEX 2 
 
Source: Chaffey                                      . 
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ANNEX 3 
 
Source: Cascio, 2010  
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ANNEX 4 
 
 
Source: http://www.sociology.org.uk/methfi.pdf 
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ANNEX 5 
 
Source: Supertel. 
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ANNEX 6 
 
Source: INEC. 
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ANNEX 7 
 
 
Source: INEC  . 
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ANNEX 8 
Average of monthly hours visiting Social Networks 
 
Source: Price Waterhouse Coopers 
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ANNEX 9 
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